The aim of the chapter is to compare the level of employee motivation in enterprises in Slovak and the Czech Republic. Sampling unit consists of 4444 respondents from Slovakia and 2312 from the Czech Republic. Following our outcomes, we can state that the most important motivation factors are mostly identical in both countries; however, there is a slight difference in the order of their importance. Motivation factors relating to financial reward are the most important for employees in the Czech Republic. Basic salary is a motivation factor important mainly for women in Slovakia. Demands of Czech respondents are higher in motivation factors relating to interpersonal relationships. In general, we can state that, in terms of gender, needs of women are more exacting than those of men. Dependence between two categorical variables was verified using Pearson's chisquare statistics. We found out that despite big similarities in the order of importance of individual motivation factors, there are significant differences between selected motivational needs of employees in individual countries.
Introduction
One of the key things as an employer is displaying a genuine concern and interest in the staff's progression and development within the company. High quality and carefully formulated personnel policy becomes a tool playing an essential role in enterprise competitiveness [1, 2] . Motivation system is another fundamental component of personnel policy. This system affects employees and their morale directly. Potkány and Stachová [3] stated that the motivation is connected to the issue of responsibility management with important field of business processes classification to the core business processes and supporting business processes. Employee motivation can be seen in commitment on the job, in dealing with customers or business partners, in relationship with colleagues and socio-environmental relations. Effective motivation techniques and strategies stimulate employees to work harder, to improve work performance or to implement company mission [4] . Forasmuch enterprises have to keep quality employees working for them; they must ensure their personal development and further education. Thus, the employees become one of the essential strategic factors affecting the enterprise performance. Defining the level of employee motivation in manufacturing enterprises in Slovak and the Czech Republic and defining the significant differences are the main aims of the chapter.
Motivation is a concept important in psychology. Motivation is motivation a complex phenomenon without even generally accepted definition [5] . It presents the fact that there are motives, momentum guiding and directing a human being. Moreover, these forces reflect in human behaviour, people are motivated and willing to do their best [6] . Motivation makes us think about acting people in certain situations. In addition, it means that there are some forces to drive, motivate us in order to achieve the better results. People are motivated; it means they will take steps in order to succeed. The goals of highly motivated people are clear with real ways of how to achieve them [7] . High persistence means that motivated persons, despite obstacles and intrigues, enjoy doing activities that really motivate them in initial direction and intention.
Moreover, the relation between motivation and performance is often oversimplified by managers. Managers commonly assume that the mentioned relation is directly proportional, that is, the higher the motivation is the higher the performance will be. Further incorrect assumption is that the performance of satisfied employee will be higher as well. Indeed, the relation is affected by various factors like abilities, skills, conditions, useful information as well as outer conditions [8] . Process of motivation is also connected with the issue of outsourcing from the point of view of reduction of company cost [9] . In general, it can be said that highly motivated employees without required abilities, skills, information or appropriate conditions are not able to achieve desired goal [10] .
Motivational programmes are used to boost employee motivation. Motivational programme is a set of actions associated with managing human resources aimed at encouraging the employee behaviour in the workplace and at forming positive relation to the enterprise in active way [11] . It should be a part of personnel strategy in the enterprise [12, 13] . The main aim of the motivational programme is to strengthen the employee loyalty and to arouse the interest in self-development. It is a way of implementing incentives schemes in order to meet enterprise goals. Subsequently, success of the motivational programme relies on the familiarisation with employee needs in the enterprise [14] . Right and conducted motivational programme supports enterprise economy, motivation in the workplace, employee performance and affects job satisfaction, nevertheless.
Employee motivation in Slovak and the Czech Republic
Various motivation factors are introduced by Slovak enterprises in order to meet employee needs. We can mention various social programmes for employees or benefits [15] . Research into the issue of motivation showed that the most effective benefits appreciated by employees are those leaving them to be led by their own initiative and congratulate them for doing such a great job. Further motivation factor affecting the employee performance and their satisfaction is the work environment [10] . Motivation factors relating to career growth are of great importance as well. Employees prefer working for the enterprise encouraging their personal as well as career growth. Moreover, they must feel engaged with their job and the company [15] . On the other hand, enterprises which do not stimulate their employees so they feel underthanked and underappreciated are not prioritised by employees. Following the research, we can say that good work environment, working team or corporate culture is preferred to monetary incentives by many employees [16] . Real motivation is based on human beliefs and willingness to meet company goals.
Only 20% of Czech enterprises are able to motivate their employees effectively. In addition to salaries, the most common way of rewarding staff in the Czech Republic is to provide non-monetary incentives [17] . Motivation factors such as corporate culture and its values, success, prosperity or quality can be mentioned. Atmosphere in the workplace, human relationship based on team cooperation in the enterprises as well as further education are essential motivation factors used by Czech enterprises [18, 19] .
At the present time, motivation factor-stress-reduction in the workplace occur in enterprises in Slovakia as well as the Czech Republic and other European countries very often. More than half of the Europeans consider stress in the workplace as a common phenomenon. A quarter of them cope with everyday stress. Especially employees in large businesses feel worse than standard population.
Aim and methodology
The dependence between two categorical variables was verified using Pearson's chi-square statistics [20] . Chi-square goodness-of-fit test determine whether observed sample frequencies O ij differ significantly from expected frequencies E ij specified in the null hypothesis. Expected frequencies E ij is a term presenting the number of observational units with the variable a i of the attribute A and at the same time the variable b j of the attribute B assuming that attributes A and B are independent. The formula P ( A ∩ B ) = P ( A ) . P ( B ) can be used for independent phenomena A and B. Probabilities P ( A = a i ) and P ( B = b j ) will be estimated using relative frequencies:
The aim of the chapter is to define the level of importance of employee motivation factors in Slovak and the Czech Republic and subsequently, to define significant differences. Following the questionnaires carried out using random probability sampling, we analysed employee needs in both countries. Socio-demographic and qualification characteristics of employees were searched in the first part of the questionnaire [21] . Basic data about respondents related to their age, gender, seniority, education completed and job position were obtained in this part. The second part of the questionnaire was focused on the evaluation of state-of-the-art and desired state of selected motivation factors. The level of importance of motivation factors was defined using 5-point rating scale of Likert scale (5 very important, 4 important, 3 medium important, 2 slightly important, 1 unimportant). Questionnaires were submitted to manufacturing and non-manufacturing enterprises as well as to service sector businesses. Acquired data were analysed and processed using the programme STATISTICA 12 [22] .
Chi-square goodness-of fit test is one of the most commonly used nonparametric tests concerned with nominal or ordinal levels of measurement. It deals with the frequencies with which the events occur. The purpose is to test the significance of the differences between observed frequencies and the frequencies we would expect in a theoretically ideal experiment.
The chi-square test can also be used for a research project involving two traits (variables). Data are cross classified into a contingency table. The contingency table or two-way table consists of r rows and s columns given by the number of categories of investigated traits.
We need to test the null hypothesis that the two variables in question are independent against the alternative hypothesis that they are dependent. The word contingency refers to the dependence. The test statistic is given by χ
with degrees of freedom, df = (number of rows − 1).(number of columns -1) = (r -1).(s -1). χ 2 test statistics allows us to measure the degree of disagreement between the frequencies actually observed and those that we would theoretically expect when the two variables are independent. The distribution of the test statistic χ 2 can be approximated by the chi-square distribution provided that at the most 20% expected frequencies are less than 5. For each cell in the frequency table, the expected frequency can be calculated by using the following formula:
where grand total refers to the total number of observation in the contingency table.
The dependence between two categorical variables was verified using Pearson's chi-square statistics [20] . Finally, following the table of standardised residuals (observed and expected), we state the most frequent occurrence of dependence [23] .
Experimental section (materials and methods)
A total of 6756 employees in Slovak (4444) and in Czech (2312) enterprises participated in the research, hereof 3367 females and 3389 males. The respondents were of various ages and education, seniority or the job position. Simple random sampling technique was used to acquire data from the entire territory of the studied country. Detailed characteristic of respondents is shown in Table 1 .
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Following the research, we defined motivation factors in analysed countries ( Source: own data processing. Source: own data processing. Table 2 . Order of motivation factors according to their importance in Slovakia and the Czech Republic.
They are shown in graph describing the interactions. Dependence between categorical variables-motivation factor and nationality as well as motivation factor and gender of respondents in Slovakia and in the Czech Republic was tested using inferential statistics, mainly Pearson's chi-square test.
Motivation factor: basic salary
Following the completed questionnaires, we found out that 63.25% of Slovak respondents consider the motivation factor basic salary (30) very important. Czech respondents consider mentioned motivation factor very important as well. For 69.46% of Czech respondents, it was at level 5 of the rating scale ( Table 3) .
Following the results of Pearson's chi-square test, we state that there is statistically significant relationship between these two categorical variables. Evaluation of motivation factor basic salary is affected by nationality ( Table 4) . Null hypothesis H 0 is, in the case of motivation factor basic salary (30) , rejected (p = 0.000) in favour of the alternative hypothesis H 1 at the level of significance α = 5%.
Number of workplaces in Slovakia is lower than in the Czech Republic, therefore it is hard to get hired. That is also the reason why the motivation factor basic salary is not as important for Slovak employees as for the Czech ones. Salary requirements of Slovak employees are not so high and they are willing to accept lower basic salary as well. Following the Source: own data processing. Subsequently, statistically significant relationship between the motivation factor basic salary and the gender in Slovakia and in the Czech Republic was tested. Following the responses, we found out that 61.92% of males and 64.55% of females in Slovakia consider the motivation factor basic salary (30) very important and it is at level 5 of the rating scale ( Table 6 , Figure 1 ).
There is no statistically significant relationship between the motivation factor basic salary and gender in Slovakia. The null hypothesis H 0 (p = 0.138) is accepted at the level of significance α = 5% ( Table 7) .
On the other hand in the Czech Republic, 70.22% of males consider the motivation factor basic salary very important and 68.67% of females gave a rating at level 5, it means it is very important for them (Table 8, Figure 2 ).
Null hypothesis H 0 relating to the motivation factor basic salary is accepted and alternative hypothesis H 1 is rejected following the result of p-value (p = 0.870). There is no statistically significant relationship between gender in the Czech Republic and the mentioned motivation factor as well ( Table 9) . Source: own data processing. Source: own data processing. Source: own data processing. 
Motivation factor: good work team
Motivation factor good work team is considered by 55.31% of Slovak respondents very important, they give a rating at level 5 and 32.76% of Slovak respondents consider it important, it means they give a rating at level 4. In the Czech Republic, 57.35% of respondents consider it very important, rating at level 5, and 32.53% gave a rating at level 4 ( Table 10) . Source: own data processing. Source: own data processing. 
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Following the results of p-value (p = 0.409), which is greater than the level of significance α = 5%, we can state that there is no statistically significant relationship between nationality and the motivation factor good work team (2) . Null hypothesis H 0 is accepted (Table 11 ).
Statistically significant relationship is studied also between mentioned motivation factor and gender in Slovakia and the Czech Republic. Following Table 12 , we can state that the motivation factor good work team is considered very important by 53.78% of males in Slovakia and 32.90% of males consider it important. 56.82% of females consider it very important too; therefore, they gave the rating at level 5. 32.63% of females evaluate the motivation factor good working team at level 4-important (Figure 3 ).
Motivation factor χ
Source: own data processing. Source: own data processing. 
Differences in
As Table 13 shows, there is a statistically significant relationship between the motivation factor good work team and gender in Slovakia. Following the result of p-value (p = 0.008), that is less than the level of significance α = 5%, the null hypothesis H 0 is rejected and alternative hypothesis H 1 is accepted. The motivation factor good work team is affected by gender in
Slovakia.
Working in an effective team can make a significant contribution to job performance improvement as well as to less stress in the workplace. Good relationships in the workplace are an essential factor especially for women. Women have to quit their job more often because of family problems. Mentioned motivation factor is not considered important by men and they are not affected by interpersonal relationships as much as women. That is why, as the table of standardised residuals and the largest absolute differences of expected and observed frequencies (Table 14) shows, women give a rating at level 5 and men only at level 3.
In the Czech Republic as well as in Slovakia, 54.82% of males consider the motivation factor good work team very important, level 5 of the rating scale ( Table 15 ). 60.00% of Czech females evaluate the mentioned motivation factor in similar way. They give a rating at level 5-very important (Figure 4) .
Following the results of Pearson's chi-square test, we state that there is no statistically significant relationship between the motivation factor good work team and gender in the Czech Republic. P-value (p = 0.077) is greater than the level of significance α = 5%. The motivation factor good work team is not as affected by gender in the Czech Republic as in Slovakia (Table 16 ). Table 17 shows that 53.87% of Slovak employees consider the motivation factor atmosphere in the workplace very important and 33.19% think it is important. Similarly, Czech employees, 59.08% of them, consider it very important and 32.22% give a rating at level 4-important. Source: own data processing. Table 13 . Gender in Slovakia versus motivation factor good work team in SVK.
Motivation factor: atmosphere in the workplace
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Statistically significant relationship between the motivation factor atmosphere in the workplace and nationality is confirmed by the p-value. Forasmuch as p = 0.023 is less than the level of significance α = 5%, the null hypothesis H 0 is rejected in favour of the alternative hypothesis H 1 ; it means there is a statistically significant relationship between countries and the motivation factor atmosphere in the workplace ( Source: own data processing. Employee performance is affected by the atmosphere in the workplace to a large extent.
Friendly and positive atmosphere at work can increase job performance. On the other hand, the negative atmosphere can result in low-quality performance of employees. The range of jobs provided in Slovak job market is not as wide as in the Czech Republic; therefore, Slovak employees are willing to work also in hostile work environment and the mentioned motivation factor is not so important for them as well ( Source: own data processing. Table 19 . Standardised residuals relating to the motivation factor atmosphere in the workplace in SVK and CZ.
Subsequently, significantly important relationship between the motivation factor atmosphere in the workplace and gender in Slovakia and the Czech Republic was studied. Following the questionnaire responses, we found out that 49.25% of males and 58.47% of females consider this motivation factor very important-level 5 of the rating scale.
There is a statistically significant relationship between the motivation factor atmosphere in the workplace and gender in Slovakia. Following the p-value (p = 0.000) at the level of significance α = 5%, the null hypothesis H 0 is rejected and the relative hypothesis H 1 is accepted ( Source: own data processing. This motivation factor is connected to the motivation factor good work team. Friendly and accommodating staff guarantees the friendly and welcoming atmosphere in the workplace. A hostile work environment is created by a boss or co-worker whose actions, communication or behaviour makes doing your job impossible. Therefore, this motivation factor is considered very important especially by women. In comparison to men, it is difficult to work for them in this kind of the environment. Women are more sensitive and are affected by negative workplace atmosphere more often than men. Men can handle problems in the workplace more effectively; that is why they give a rating at level 3 and they consider this motivation factor neutral ( Table 22) .
Following the questionnaire responses in the Czech Republic, we can state that 56.85% of males and 61.42% of females consider the motivation factor atmosphere in the workplace very important-level 5 of the rating scale (Table 23, Figure 6 ). Statistically significant relationship between the motivation factor and gender in the Czech Republic is rejected (p = 0.359). Null hypothesis H 0 is accepted; it means atmosphere in the workplace is not affected by gender in the Czech Republic in contrast to gender in Slovakia (Table 24 ). Source: own data processing. 
Motivation factor: supervisor's approach
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Motivation factor supervisor's approach Source: own data processing. approach very important and they give a rating at level 5. 33.65% of Czech employees think it is important, level 4 of the rating scale.
A statistically significant relationship was observed between the motivation factor supervisor's approach and nationality. Forasmuch p-value (p = 0.044) is less than the level of significance α = 5%, null hypothesis H 0 is rejected and the H 1 is accepted. There is statistically significant relationship between these categorical variables. Evaluation of motivation factor supervisor's approach is affected by nationality ( Table 26 ).
The motivation factor supervisor's approach is considered even slightly important by Slovak employees. The Slovaks have more difficulties with finding a job on the labour market than the Czechs; therefore, the mentioned motivation factor is not appreciated by them. They would prefer incompetence or bad management rather than be sacked from the job. In contrast to the Slovak employees, employees in the Czech Republic consider the motivation factor supervisor's approach important. In case of bad management, they prefer to change their job.
Contingency table (Table 28) shows that Slovak employees evaluate the motivation factor at level 2; it means it is slightly important for them. On the other hand, employees in the Czech Republic consider it important; they evaluate it at level 4 of the rating scale.
Statistically significant relationship was studied also between the motivation factor supervisor's approach and gender in Slovakia and the Czech Republic. As Table 27 shows, 52.02% of males in Slovakia evaluated the motivation factor supervisor's approach at level 5 and 32.99%
of males gave a rating at level 4. 59.68% of females considered mentioned motivation factor very important, level 5 of the rating scale and 28.65% of females in Slovakia evaluated it at level 4 ( Figure 7 ).
Motivation factor χ 2 sv p
Supervisor's approach 9.80 df = 4 p = 0.044
Source: own data processing. Source: own data processing. Table 27 . Contingency table relating to the motivation factor supervisor's approach in SVK.
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There is a statistically significant relationship between the motivation factor supervisor's approach and gender in Slovakia because p-value (p = 0.000) is less than the level of significance α = 5% (Table 29) . Following the outcome, the null hypothesis H 0 is rejected in favour of the relative hypothesis H 1 .
Supervisor's approach plays an essential role in the enterprise. Supervisors must be able to harmonise the demands of management, the demands of the collective work force, and the demands of workers with the requirements for doing the tasks at hand. Happy and contented employees fulfilling their desires and needs at work can work harder and it results in increasing job performance in comparison to employees dealing with stress and pressure in the workplace. Following Table 30 , we observe that females are affected by these factors more than males. Therefore, females gave a rating at level 5. Males evaluate the motivation factor supervisor's approach at level 3 or 4, it means it is medium important or important for them.
Following the questionnaire responses, we state that 48.39% of males in the Czech Republic consider the motivation factor supervisor's approach very important and 37.73% of them important. 61.24% of females in the Czech Republic consider the motivation factor very important and 29.38% of females evaluate it at level 4 of the rating scale (Table 31 , Figure 8 ).
Gender in Slovakia as well as in the Czech Republic affects the motivation factor supervisor's approach (17) . Forasmuch p-value (p = 0.000) is less than the significance level α = 5%, null hypothesis H 0 is rejected in favour of the relative hypothesis H 1 (Table 32) .
Females in the Czech Republic insist on the supervisor's approach. They expect professional behaviour of supervisors, efforts to meet their needs and to create positive work environment.
Forasmuch as these factors are considered very important by females in the Czech Republic, they give a rating at level 5. Males do not consider mentioned motivation factor so important, they give a rating at level 3 as shown in Table 33 .
Motivation factor χ 2 sv p
Supervisor's approach 29.41 df = 4 p = 0.000
Motivation factor: job security
Following the questionnaire responses, we found out that the motivation factor job security is evaluated by 56.66% of Slovak employees and 57.01% of Czech employees at level 5 of the rating scale-very important.
Following the p-value, statistically significant relationship between the motivation factor job security and nationality can be stated. Forasmuch as p = 0.679, it means it is greater than the Source: own -data processing. level of significance α = 5%, null hypothesis is accepted H 0 . There is no significant relationship between the motivation factor job security and the country (Table 34 ).
Statistically significant relationship was observed also between the motivation factor job security and gender in Slovakia and the Czech Republic. Table 35 shows that 55.64% of males and 57.67% of females in Slovakia consider the motivation factor job security very important, they give a rating at level 5. Table 36 shows that the motivation factor supervisor's approach is considered very important by 56.66% of Slovak employees, they give a rating at level 5. 28.42% of Slovak employees consider the motivation factor important, level 4 of the rating scale. The opinion of Czech employees is almost the same, 57.01% of them consider the motivation factor supervisor's approach very important and they give a rating at level 5. 28.46% of Czech employees think it is important, level 4 of the rating scale (Figure 9 ).
Statistically significant relationship can be seen also between the motivation factor job security and gender in Slovakia. Null hypothesis H 0 relating this motivation factor is rejected (p = 0.009) in favour of the relative hypothesis H 1 . Gender in Slovakia affects the motivation factor job security ( Table 37) .
Job security is a factor contributing to job satisfaction. Dealing with the lack of job security can be stressful and employees are willing to accept it only for a short term or when they can enjoy other advantages such as benefits. It is common that many managers are not aware of the aspect that in order to meet security needs, they have to provide employee engagement strategies and enable people to be the best they can at work. Source: own data processing. There is no statistically significant relationship between the motivation factor job security and gender in the Czech Republic. Following the result of p-value (p = 0.773), null hypothesis H 0 is accepted (Table 40) . Source: own data processing. 
Discussion and conclusion
There are different ways to keep employees motivated. Feeling valued creates a deeper level of trust and security at work, which frees employees to spend less energy seeking and defending the value, and more energy creating it. Factors of employee motivation have to be understood as a complex mutually influenced aspect. Some of them are appreciated by staff more than others. Their importance is not permanent but it changes in dependence of meeting the needs. In general, making big money is often less important to employees than satisfying these needs-to feel proud, to be treated fairly, to respect the boss, to be heard out, to have personal life, to have less stress or to beat competition. Corporate culture, atmosphere in the workplace or remuneration and benefits provided by companies are usually more important for employees than monetary incentives [24, 25] . If we want skilled people to work for the enterprise, they have to offer them much more; they have to be motivated in a positive way.
The research of [26] is focused on employee motivation in Slovakia as well. The outcome that motivation factors such as atmosphere in the workplace, supervisor's approach, good work team, basic salary, fringe benefits and job security are considered the most important by employees in the eastern and western part of Slovakia is the outcome of their research and at the same time the outcomes of our research are confirmed.
Herzberg [27] carried out the research focused on employee motivation in the UK. He discovered following order of motivation factors: job security, career advancement, company prestige and management quality, wage as an essential factor, type of work, direct supervisor and his/her relationship to people, communication and the information flow in the enterprise, working conditions, benefits like a holiday. The outcomes of the research of Herzberg and the outcomes of our research vary a bit. Similar research was conducted in the USA [28] . They study the order of 10 motivation factors using the sampling unit consisting of 1000 respondents. Females and males in the USA consider the following 10 motivation factors as the most important: employee recognition, interesting job, employee engagement, good salary, job security, career advancement, company development, good working conditions, loyalty, tactful approach, discipline, understanding of personal troubles and help.
Following the outcomes of our research, we state that motivation factors in Slovakia and the Czech Republic are almost the same; the only difference is in their order of importance. Higher demands on motivation factors relating to financial rewards can be seen in the Czech Republic (demands of males are higher than those of females). However, basic salary is more important for females in Slovakia. In the area of motivation factors relating to interpersonal relationships (good work team, atmosphere in the workplace, supervisor's approach), demands of employees in the Czech Republic are higher than in Slovakia [24] . In terms of gender, demands in mentioned motivation factors are higher of women. In general, women evaluate motivation factor at higher level of the rating scale than men on average. We suppose that they prefer emotional side of job, in comparison to men.
Following the outcomes of the research into the level of employee motivation in Slovak and the Czech Republic, we can state that motivation factors good work team, atmosphere in the workplace and supervisor's approach are significantly different. More exacting needs are those of employees in the Czech Republic. Different level of economic growth can be one of the reasons. Moreover, we found out that motivation factors relating to financial rewards are most important for employees in Slovakia as well in the Czech Republic. At the same time, we must state that preferences for the motivation factors can change throughout time. Each employee perceives the level of motivation in a different way because people have many needs that are continuously competing one with another. Each person has a different mixture and strength of needs, as some people are driven by achievement while others are focusing on security. If the managers are able to understand, predict and control employee behaviour, they should also know what the employees want from their jobs. Therefore, it is essential for a manager to understand what really motivates employees without making just an assumption [29, 30] .
The outcomes of our research can help managers of enterprises in Slovakia as well as in the Czech Republic to differentiate motivational programmes in terms of gender. In this way, the effect of the motivational programme can be increased [31] . Moreover, employee satisfaction at work, effective meeting the company goals and company competitiveness on the market can be affected in positive way as well.
